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bstract
lthough the relation between the organizational learning capability, organizational innovation and performance has often been studied, there
s little empirical evidence to support this perspective in small and medium-sized enterprises. This study aims at analyzing the influence of
rganizational learning capability in innovative performance and organizational performance of small and medium-sized enterprises. The research
as conducted under the quantitative approach, descriptive and causal, and cross-sectional survey. The sample was composed of 92 enterprises
n the textile industry. The data were analyzed through the technique of Structural Equation Modeling. The results show that the organizational
earning capability influences the innovative performance of small and medium-sized enterprises, however, the influence of the learning capability
n organizational performance was not significant. The study provides evidence for these relations and shows that they are significant and positive
n the context of small and medium-sized textile enterprises, context in which the empirical literature is particularly scarce. For future research it is
uggested to evaluate contingency factors for innovative and organizational performance. Other studies could analyze the differences in innovation
etween manufacturing and service sector.
rown Copyright © 2016 Published by Elsevier Editora Ltda. on behalf of Departamento de Administrac¸a˜o, Faculdade de Economia,
dministrac¸a˜o e Contabilidade da Universidade de Sa˜o Paulo – FEA/USP. This is an open access article under the CC BY license (http://
reativecommons.org/licenses/by/4.0/).
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mbora as relac¸ões entre a capacidade aprendizagem organizacional, inovac¸ão e desempenho organizacional têm sido frequentemente estudadas, há
ouca evidência empírica para apoiar essa perspectiva em pequenas e médias empresas. Neste estudo, objetiva-se analisar a influência da capacidade
e aprendizagem organizacional no desempenho inovador e no desempenho organizacional de pequenas e médias empresas (PMEs). A pesquisa
oi conduzida sob a abordagem quantitativa, descritiva e causal, survey  e de corte transversal. A amostra foi composta por 92 empresas da indústria
êxtil. Os dados foram analisados por meio da técnica de Modelagem de Equac¸ões Estruturais (MEE). Os resultados encontrados mostram que∗ Corresponding author at: PPGCC, sala D-202, Campus I, CEP 89012-580, Blumenau, SC, Brazil.
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capacidade de aprendizagem organizacional influencia o desempenho inovador das PMEs, contudo, a influência da capacidade de aprendizagem
no desempenho organizacional não foi significativa. A pesquisa fornece evidência para essas relac¸ões e mostra que são significativas e positivas no
contexto de pequenas e médias empresas têxteis, contexto em que a literatura empírica é especialmente escassa. Para pesquisas futuras sugere-se
avaliar fatores de contingência para a inovac¸ão e o desempenho organizacional. Outros estudos poderiam analisar as diferenc¸as de inovac¸ão entre
a indústria transformac¸ão e o setor de servic¸os.
Crown Copyright © 2016 Publicado por Elsevier Editora Ltda. em nome de Departamento de Administrac¸a˜o, Faculdade de Economia,
Administrac¸a˜o e Contabilidade da Universidade de Sa˜o Paulo – FEA/USP. Este e´ um artigo Open Access sob uma licenc¸a CC BY (http://
creativecommons.org/licenses/by/4.0/).
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Resumen
Aunque a menudo se hayan estudiado las relaciones entre la capacidad de aprendizaje organizacional, la innovación y el desempen˜o en los negocios,
hay poca evidencia empírica para apoyar este punto de vista en pequen˜as y medianas empresas. En este estudio se tiene como objetivo analizar
la influencia de la capacidad de aprendizaje organizacional en el desempen˜o innovador y el desempen˜o organizacional de pequen˜as y medianas
empresas (PYMES). Se ha utilizado un enfoque cuantitativo, descriptivo y causal, survey  y de corte transversal. La muestra se compone de 92
empresas de la industria textil. En el análisis de los datos se ha utilizado la técnica de modelos de ecuaciones estructurales (MEE). Los resultados
muestran que la capacidad de aprendizaje organizacional influye en el desempen˜o innovador de las PYMES, sin embargo, la influencia de la
capacidad de aprendizaje en el desempen˜o organizacional no es significativa. El estudio aporta evidencia de estas relaciones y muestra que son
significativas y positivas en el contexto de las pequen˜as y medianas empresas textiles, aspecto en que la literatura empírica es particularmente
escasa. Para futuras investigaciones, se sugiere que se evalúen los factores de contingencia para la innovación y el desempen˜o organizacional. Otros
estudios podrían analizar las diferencias en innovación entre la industria de transformación y el sector de servicios.
Crown Copyright © 2016 Publicado por Elsevier Editora Ltda. en nombre de Departamento de Administrac¸a˜o, Faculdade de Economia,
Administrac¸a˜o e Contabilidade da Universidade de Sa˜o Paulo – FEA/USP. Este es un artı´culo Open Access bajo la licencia CC BY (http://
creativecommons.org/licenses/by/4.0/).
















































Organizational learning can be labeled “[.  .  .] as a field toward
o the study of cognitive and social processes of knowledge in
rganizations that are imbricated in organizational and work
ractices” (Boff & Antonello, 2011, p. 184). In this perspec-
ive, knowledge is seen as content and learning the process by
hich knowledge is acquired (Easterby-Smith & Lyles, 2003).
or Chiva and Alegre (2005) organizational knowledge is mainly
n the field of strategic management, and makes use of eco-
omic language, whereas organizational learning is dominated
y academics in the area of human resources.
Organizational learning has been implemented as a field of
tudy among researchers from the 1990s (Bapuji & Crossan,
004), suggesting the need for maximizing the use of knowledge
n organizations efficiently (Chiva & Alegre, 2005; Easterby-
mith & Lyles, 2003). A generic definition for organizational
earning is the way in which the organizations learn. It is charac-
erized as an essential component in organizations that operate
n turbulent environments, in which knowledge acts as a key
esource (Jiménez-Jiménez & Cegarra-Navarro, 2007). Organi-
ations that emphasize the learning in this type of environment
re able to optimize the competitive experience (McGill &
locum, 1993).
With regard to these definitions, organizational learning
elps organizations create, transfer and integrate knowledge
nd experience, as well as to learn continuously. The ability of
rganizational learning are the organizational and management
a
A
iharacteristics that facilitate organizational learning process
Tohidi, Seyedaliakbar, & Mandegari, 2012). The ability of
rganizational learning is defined as all organizational and
anagerial practices that facilitate the learning process (Chiva,
legre, & Lapiedra, 2007). In the same line of thought,
bengue and Sané (2013) argue that it is the set of management
ractices that facilitate the learning process, or, as a set of
echanisms that increase the ability of an organization to
aintain and improve its performance.
Innovation is related to the ability of organizational learn-
ng. Authors like Calantone, Cavusgil, and Zhao (2002) and
legre and Chiva (2008) point out that organizational learning
s described as one of the factors that precede the innovation.
iménez-Jiménez and Sanz-Valle (2011) emphasize that organi-
ational learning, innovation and performance are interrelated
actors. Innovation implies novelty and use (Alegre & Chiva,
008) and may trigger direct results in organizational perfor-
ance or work with the innovative performance, i.e., in the
esults arising from innovation (Alegre, Lapiedra, & Chiva,
006).
Although these relations have often been studied (López,
eón, & Ordás, 2005), there is little empirical evidence to
upport this perspective in small and medium-sized enterprises.
art of the research on organizational learning has been based
n case studies, other non-quantitative descriptive methods
nd especially in large companies (Gunday, Ulusoy, Kilic, &
lpkan, 2011). This study seeks to fill this gap by analyzing the
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nd organizational performance of small and medium textile
nterprises (SMEs) of Vale do Itajaí – SC.
The study is justified because the increasing changes of
he textile market result in increased competition in traditional
arkets of small and medium-sized enterprises which leads to
ncreased need for innovative and organizational performance.
or Amara, Landry, Becheikh, and Ouimet (2008) it is necessary
hat small and medium-sized enterprises turn to the develop-
ent and implementation of organizational learning, allowing
he dissemination and exploitation of knowledge among the
rganization, as well as, the external environment, which may
eflect later in innovation.
The research conducted with small and medium-sized enter-
rises located in Vale do Itajai is justified by the high
oncentration of textile enterprises in this region, occupying the
econd place in terms of employability, considering the national
erritory (Federation of Industries of Santa Catarina State, 2015).
ccording to data from the Federation of Industries of Santa
atarina State (2016) 60% of textile establishments in Santa
atarina are located in Vale do Itajai, with more than 2500
rganizations. As for the size of the establishments, the south-
rn region of Brazil has 17,248 micro enterprises, 2560 small
nterprises, 387 medium-sized enterprises and 48 large textile
ompanies (Brazil, 2015).
This research is part of a larger study that is being devel-
ped with textile enterprises from Santa Catarina, especially
he ones in Vale do Itajaí. The article is structured into five
ections. The first section includes the introduction of the arti-
le, being composed by the presentation of research theme and
bjective to be worked on. The second section deals with the
heoretical framework and hypotheses. In the third section the
esearch method is structured. Later, in the fourth section, data
nalysis is presented. The fifth section presents the final consid-
rations from the results shown in the present study, and finally,
he bibliographical references.
heoretical  model  and  hypotheses
Organizational learning capability can be defined as the abil-
ty of an organization to process knowledge, i.e., the ability to
reate, acquire, transfer and integrate knowledge and, also, to
odify the behavior to reflect the new cognitive situation, with
he aim at improving organizational performance (Jerez-Gomez,
espedes-Lorente, & Valle-Cabrera, 2005).
Organizational learning capability acts as a facilitator of orga-
izational learning process (Goh & Richards, 1997), understood
s the organization tangible and intangible resources, as skills
hat act as a way of promoting competitive advantage, and that
llows the organizational learning process (Alegre & Chiva,
008). For Hsu and Fang (2009) the ability of organizational
earning is understood as the organization ability to absorb and
ransform new knowledge and apply it to the development of
ew products with competitive advantage and high production
peed.
In addition, Chiva et al. (2007) believe that the ability of
rganizational learning is both an organizational feature as
 managerial one that, in addition to facilitating the learning
T
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rocess within organizations, operates within the learning
rocess. It is considered by Camps, Alegre, and Torres (2011)
s the absence of restrictions or barriers to organizational
earning process. In this sense, the ability of organizational
earning acts as a facilitator of organizational learning.
Organizations should develop mechanisms and practices that
upport or promote the creation of organizational knowledge.
hese mechanisms include socialization, internalization and
xternalization, as well as all the management practices that
stablish a climate conducive to learning (Mbengue & Sané,
013). These practices are the essence of the organizational
earning capability, which can be defined as the set of man-
gement practices that facilitate the learning process, or, as a set
f mechanisms that increase the organization ability to main-
ain and improve their performance (Alegre & Chiva, 2008;
bengue & Sané, 2013)
Chiva et al. (2007) analyzed factors that act as facilitators of
rganizational learning. To this end, they developed a scale with
ve dimensions: experimentation; propensity to risk; interaction
ith the external environment; dialogue and participatory deci-
ion making. The scale was also used in Jyothibabu, Farooq,
nd Pradhan (2010), Camps et al. (2011), Tohidi et al. (2012),
amps and Luna-Arocas (2012) and Mbengue and Sané (2013)
orks. The present study also uses the scale suggested by Chiva
t al. (2007), and in the sequence each of the used dimensions
s described.
Experimentation  is the degree to which new ideas and sugges-
ions are adopted and treated in the organization (Tohidi et al.,
012). Experimentation is related to supporting the new ideas,
avorable responses to initiatives of employees and the devel-
pment and facilitation of change. It also covers the search
or innovative solutions to problems, based on the possibil-
ty of using methods and different procedures. Organizational
earning requires the experimentation, being one of the ways to
nstitutionalize it in the organization (McGill & Slocum, 1993).
Interaction with  the  external  environment  is understood as the
actors that influence the organization, however, they are out of
ts control directly, as the competitors, social and economic sys-
ems and policies. The dimension consists of indicators related
o the collection and reporting of information from the external
nvironment; receiving and sharing information and interaction
f employees with the external environment (Chiva et al., 2007).
n environments of uncertainty the learning occurs by the trans-
er of knowledge, improvement of skills and by involvement in
he resolution of problems within the organization (Popper &
ipshitz, 2000).
Propensity  to  risk  is characterized by tolerance to ambigu-
ty, uncertainty and errors. Organizations that see mistakes as
nacceptable are not learning promoters. Being that the poten-
ial errors can act as learning facilitators. Propensity to risk is
elated to the incentive in facing new situations, taking risks that
o not affect the company and the resources for projects involv-
ng new situations (Chiva et al., 2007; Popper & Lipshitz, 2000;
annenbaum, 1997).
Dialogue is an essential resource for building a common
nderstanding, to the extent that it allows one to see the hid-
en meanings of words and reveal these hidden meanings in





























































































p66 G. Gomes, R.M. Wojahn / Revista
he communication (Schein, 1993). The Dialogue concerns the
ree and open communication within work teams, facilitat-
ng communication and the presence of multi-functional work
eams (Gomes, Machado, & Alegre, 2015). Dombrowski, Kim,
esouza, Fátima, Papagari, Baloh, and Jha (2007) argue that it
s necessary to break down the barriers of communication. The
ierarchy, the centralized power and authoritarianism limit the
mployee participation in problem solving.
Lähteenmäki, Toivonen, and Mattila (2001) explain that an
rganization can provide changes in support of organizational
earning in order to develop certain characteristics, such as par-
icipatory  decision  making.
Participatory decision making facilitates the results through
he involvement of all employees of the organization, resulting in
ommitment and satisfaction (Scott-Ladd & Chan, 2004). And
his is one of the factors that facilitate organizational learning.
The literature indicates that organizational learning is com-
only linked to innovation (Dodgson, 1993). Organizational
earning can manifest itself in the efforts for the development of
roducts, resulting in practices and skills to innovation (McKee,
992). The means by which companies develop a new product
re not fortuitous, researchers of innovation put considerable
mphasis on the processes of organizational learning. Thus,
very technological innovation requires organizational learning
Antonello & Godoy, 2011).
Studies suggest that the ability of organizational learning has
 positive effect on innovative performance (Alegre & Chiva,
013; Jiménez-Jiménez & Sanz-Valle, 2011; Alegre & Chiva,
008). Innovation requires that individuals acquire existing
nowledge and share this knowledge within the organization.
or Hsu and Fang (2009) organizational learning positively
ffects the innovation. Based on the above, the following hypoth-
sis is formulated:
1. The factors that facilitate organizational learning have pos-
tive influence on the innovative performance of organizations.
Innovations are adopted in response to changes in internal
nd external environments, or as a preventive action to influence
he environment. Small and medium-sized enterprises (SMES)
ave great conditions to innovate because in most cases they
ace the natural challenge of growth and development of their
otentialities (Damanpour, 1992). Innovation is the transforma-
ion and exploitation of knowledge in organizations, involving
he sharing of knowledge, as well as of information between
mployees (Jiménez-Jiménez & Sanz-Valle, 2011).
The innovative performance used in this study is divided into
wo dimensions, efficacy and efficiency. This perspective was
orked initially by Alegre et al. (2006). The authors developed a
easure scale of performance in product innovation called: inno-
ative performance. The model psychometric properties were
ested and validated in the context of biotechnology companies.
fﬁcacy aims to verify how innovation economically impacts
he organization, i.e., the success or outcome of innovation for
he organization. Efﬁciency  is the process by which the results
re achieved (Alegre et al., 2006).
Previous studies indicate that innovative enterprises can
espond faster to environmental pressures, and therefore they
l
a
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ave superior performance (Damanpour & Evan, 1984; López
t al., 2005). Rosenbusch, Brinckmann, and Bausch (2011)
eport that innovation has a positive effect on SMEs perfor-
ance, however, there are factors that influence the performance,
uch as the type of innovation, the organization age and the
ultural context in which it is inserted.
The findings supported by Jiménez-Jiménez and Sanz-Valle
2011) showed that in smaller enterprises the effects of orga-
izational learning on innovation and performance were more
ignificant than in larger companies. The lack of organizational
outine that some smaller organizations have makes the efforts
f organizational learning on innovation be more intense.
Keskin (2006) studied the influence of market orientation,
rientation to learning and innovation in SMEs, indicating that
nnovation affects the organizational performance positively,
nd that learning has a positive impact on innovation. Likewise,
he introduction of new products takes place in most organiza-
ions regardless of the level of innovation, including small and
edium-sized enterprises, quite numerous for most economies
Salavou, 2005).
Understanding the needs of consumers, the actions of com-
etitors, the technology and the guidelines of organizational
earning can lead the organization to benefit from innovation
Calantone et al., 2002). Both product innovations as entry into
ew markets by SMEs can contribute to improvements with
egard to quality, as well as increased sales of products man-
factured by organization (Golovko & Valentini, 2011).
Innovation is one of the key instruments to increase market
hare and to give the company a competitive advantage (Gunday
t al., 2011), having a positive impact on the performance of
ompanies, producing a better position in the market resulting
n competitive advantage and superior performance. Thus, it has
een hypothesized:
2. The innovation performance has a positive influence on
rganizational performance.
The literature provides evidence of the positive relation
etween organizational learning and business performance, as
n Baker and Sinkula’s study (1999) in which the authors found
hat the orientation to learning has a direct effect on orga-
izational performance. Prieto and Revilla’s research (2006)
emonstrates the learning positive influence in non-financial
erformance of organizations. In short, the empirical results
re consistent with the theory and provide evidence suppor-
ing the positive relation between learning and organizational
erformance (Jiménez-Jiménez & Sanz-Valle, 2011).
The relation between factors that facilitate organizational
earning, innovation and organizational performance has also
een recognized by López et al. (2005), Wang (2008), Gunday
t al. (2011) and Alegre and Chiva (2013). The authors sup-
ort positive associations between facilitators of organizational
earning and organizational performance in the following vari-
bles: customer loyalty, sales growth, profitability and return on
nvestment.
Having said that, the hypothesis arises:






















































































3.  The factors that facilitate organizational learning have
ositive influence on organizational performance.
Fig. 1 shows the model proposed for the analysis.
As shown in Fig. 1, organizational learning capability is
onstituted by the dimensions: Experimentation, Propensity to
isk, Interaction with the External Environment and Dialogue.
he innovative performance is composed by the dimensions of
fficiency and Efficacy. And the Organizational Performance is
ormed by a single dimension. Following, the methodological
rocedures are presented.
In the context of SMEs, it is common for enterprises to
e managed by one or two executives, named entrepreneur
Julien, 2013). The entrepreneurial personality comprises deci-
ions, visions and intuitions of isolated individual (Mintzberg,
hlstrand, & Lampel, 2000). In a complementary way, Julien
2013) addresses the centralized management with regard to
icro-enterprises or in sectors considered traditional for up
o medium-sized businesses, featuring a kind of independence
y the director. Considering that in the context of SMEs most
dministrative decisions are taken by the director, it was decided
ot to include participatory decision-making dimension in the
nalysis model.
esearch  methods  and  techniques
The research is classified as quantitative as the approach,
escriptive and causal, with respect to the objectives, survey
nd cross-sectional. The use of constructs has played an impor-
ant role in designing a data collection instrument. In research on
ehavioral elements, there is no instrument that can produce pre-
isely the measurement by a single metric unit (Jiménez-Jiménez
 Sanz-Valle, 2011), researchers use two or more measures to
ssess a construct or scale. Given that the development of new
onstructs or measurement scales is a complex task, it was fol-
owed Prajogo and Sohal’s suggestion (2004) and, whenever
ossible pre-tested constructs were used from previous empirical
tudies to ensure the validity and reliability
The construct of organizational learning capability is
omposed of the dimensions: Experimentation (four indica-




ropensity to Risk (four indicators) and Dialogue (four
ndicators). The assertions were built by means of a Likert
cale of 7 points, (1 “totally disagree” and 7 “totally agree”).
he innovative performance construct composed of the dimen-
ions: efficiency (four indicators) and efficacy (seven indicators).
ssertive was constructed using Likert scale with scores ranging
rom 1 to 7, with 1 being “much worse than competitors” and 7
much better than competitors.”
Organizational performance construct was measured by four
tems, being two of market performance (customer loyalty and
ales growth) and two of financial performance (profitability
nd return on investment) based on Oslo Manual of OECD
2005) and López et al. (2005). The learning not always imme-
iately affects the economic and financial performance. Instead
f asking directly to respondents to report objective measures of
nancial performance, they were asked to compare the average
erformance realized in the company – over the last three years
 with its competitors (Fig. 2). Likert  scale  of 7 points was used,
eing 1 for “much worse than competitors” and 7 “much better
han competitors”.
Similar indirect measures of organizational performance
ere used in previous research (Gunday et al., 2011; López et al.,
005) when financial statements data are unavailable or when
hey do not allow accurate comparisons between companies. The
eason for the use of subjective scales is the fact that compa-
ies are reluctant to disclose accurate records of performance,
nd managers are less willing to share performance objective
ata. Fig. 2 shows the dimensions and indicators used in this
tudy.
Given the economic importance of the sector for the state of
anta Catarina, the textile industry of Santa Catarina participates
f what one might call “global textile chain”, an expression that
vokes the frame of international relations bundled in the pro-
uction and distribution of textiles, mainly activities located in
ale do Itajaí (Jurgenfeld & Lins, 2011).
Composed of small and large companies involved in the pro-
uction of bed, table, bath and clothing items, the productive
hain of Vale do Itajaí concentrates various activities related
o the textile industry as weaving, knitting, dyeing and printing,
hich gives the recognition to the region in regional and national
cenario (Federation of Industries of Santa Catarina State, 2015).
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ORGANIZATIONAL LEARNING CAPABILITY
DIMENS ION Var iables  and  Indicators AUTHO RS
Experimentation
Suppor t for new  ideas  (Experimen t 1).
Schein (1993) ; 
Amabile, Conti, 
Coon, Lazenb y and 
Herron (1996); 
Chiva et  al. , (2 007 ) 
and  Camps et  al. ,
(2011).
Favorable responses to initiatives of employees (Experiment 2).
Change valo rizati on (Ex perime nt 3) .




Collection and reporting of information from external environment 
(InterExtEnv1).
Receiving and sharing information (InterExtEnv2).
Interaction of people with the external environment (InterExtEnv3).
Propensit y to Ris k
Encoura gement  in co ping wi th new sit uations  (Pro pRisk1) .
Take risk s that do not har m the co mpan y (PropRi sk2).
Reso urces  for pro jec ts  that invo lve  ne w situations  (PropRi sk3).
Makin g dec ision s without having all  the information.  (PropRi sk4).
Dialogue
Encourage employees to communicate  (Dialogu e1).
free and op en commun ication  wit hin work teams.  (D ialogue2).
Facilitation of communicati on wit hin the co mpany (Dialog ue3) .
Presence  of cross-functiona l work tea ms ( Dialogu e 4).
INNOV ATIVE  PE RFORM ANCE
Efficiency
Avera ge ti me in weeks  for  the develo pment of prod uct  (Efficie ncy1). OECD-Eurostat 
(19 97); Alegr e et al.
(20 06); Alegr e, 
Chiva and Lapiedra, 
(20 09).
Average ti me in  total hou rs for produc t deve lop men t (Eff icienc y2).
Average cost  pe r In novati ve project  (Ef ficiency 3)
Degree of satisfaction with the product  (Eff iciency4).
INNOV ATIVE  PE RFORM ANCE
Effica cy
Replacement  of  ou tdated  products  (Efficacy1)
OECD-Euros tat 
(1997); Alegre et
al. (20 06); Ale gre 
& Chiva (2 008 ); 
Alegre et al . 
(20 09).
Product  line expansion  (Efficacy2).
Develop men t of byproduc ts (Eff icacy3 ).
Develop ment  of  new  product  lines  (Efficacy  ).
Develop men t of ecolo gica l pr oduc ts (E ffica cy5).
Increas ed market  shar e (Efficacy  6).
Opening  of  new do mestic  markets  (Efficac y7).
ORGANI ZATI ONAL P ERFORMANCE
Performance
Customer  loyalty  (Perfor mance  1) OECD  (200 5)
López et al . 
(20 05)
Sales growth  (Perfor mance  2).
Profitability (Perf ormance  3).































raphy and Statistics), classifying organizations according to the
number of employees combined with the business sector, as
shown in Table 1.
Table 1
Criteria for the classification of companies in Brazil by SEBRAE.
Company size Sector
Commerce and services Industry
Micro-enterprise Up to 09 employees Up to 19 employees
Small organization From 10 to 49 employees From 20 to 99 employeesig. 2. Dimensions and indicators used in the study (Alegre, Chiva, & Lapiedra,
ource: Prepared by the authors (2015)
The research sample definition was intentional, by accessi-
ility and convenience. It was sought a sample of small and
edium-sized enterprises located in a relatively homogeneous
pace geographically, allowing to minimize the impact of vari-
bles that cannot be controlled. In this sense enterprises were
elected from the Vale do Itajaí – Santa Catarina, character-
zed as organizations that could somehow present attributes that
ontribute to the research to be performed. The sample was com-
osed of 92 small and medium-sized enterprises in the textile
ector located in Vale do Itajaí in the State of Santa Catarina.
The largest number of sample organizations operates in the
anufacturing sector, mainly producing the personal clothing,
ncluding underwear, pajamas and swimwear (women, men and
hildren) and household (bed, bath and table) Regarding the
ear of organization foundation, two opened prior to the 1900s
re highlighted, however, most of the companies in the sample
ere opened in the years 1990–2009. Concerning the size, there
s greater focus on small businesses.
A clothing industry segment characteristic is that it demands
roductive flexibility to adjust organizations to new fashion
rends. The textile industry, here portrayed, includes the
roducing organizations of natural, artificial and synthetic
bers, passing by spinning, processors and weavings, until
M
L
N; Amabile, Conti, Coon, Lazenby, & Herron, 1996; OCDE/EUROSTAT, 1997).
he clothing, as description adopted by Brazilian Association
f Textile and Apparel Industry (Associac¸ão Brasileira da
ndústria Têxtil e de Confecc¸ão –ABIT).
The understanding of micro, small, medium and large
nterprises is diverse and varies according to the region,
nancial-economic size, the branch of business and legal form.
or this study it was used the classification of the Brazilian
ervice of Support for Micro and Small Enterprises (SEBRAE),
hich adopts the criteria of IBGE (Brazilian Institute of Geog-idsize organization From 50 to 99 employees 100 to 499 employees
arge organization More than 99 employees More than 500 employees
ote. Source: SEBRAE (2015).
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Table 2
Indicators of reliability.
Constructs AVE CR CA R square – R2
Organizational learning capability 0.439 0.859 0.906 –
Experimentation 0.774 0.932 0.903 0.515
Risk 0.701 0.903 0.857 0.643
Interaction 0.739 0.894 0.823 0.548
Dialogue 0.705 0.905 0.859 0.713
Innovative performance 0.830 0.910 0.914 0.409
Efficiency 0.820 0.948 0.926 0.825
Efficacy 0.637 0.897 0.856 0.833
Organizational performance 0.783 0.935 0.906 0.457
Note. Source: Research data (2015).





































































sThe data collection procedure was initiated by a prior meeting
ith the managers of each of the organizations selected for the
tudy, where they were given a presentation letter of research.
his preliminary contact has enabled the profile selection of
urvey participants, so that then it was possible to schedule suit-
ble dates and times for data collection. The data collection
nstrument was printed and made available to the directors of
he organizations. It was agreed the deadline of 15 days for the
eturn of the questionnaires. However, this deadline has been
xtended, in order to guarantee a higher percentage of return.
he data collection occurred during the period from November
o December 2014.
For data analysis, it was used the Confirmatory Factor Anal-
sis - CFA to test the reliability and validity of the constructs.
ollowing, it was held the Structural Equation Modeling - SEM,
perationalized by SmartPLS software. The structural model
ndicates the relation between the variables and displays the
mount of explained variance (Hair, Black, Babin, Anderson,
 Tatham, 2009). This technique was adopted in order to test
he relations between variables and validate a model to verify
he influence of Organizational Learning in innovative perfor-
ance, and if these constructs influence the Organizational
erformance.
The reliability of each construct was calculated separately.
n indicator commonly used for reliability is Cronbach’s  alpha
CA), being accepted values above 0.7. Reliability calculation
hrough the CA does not consider the errors in the indicators. In
his sense, it was also used composite reliability (CR) and the
verage variance extracted (average variance extracted – AVE).
R is a measure of internal consistency of items; values greater
han 0.70 are suggested. AVE represents a measure of reliability
hat indicates the amount of variance in indicators, explained
y the latent construct; the literature recommends values higher
han 0.5 (Hair et al., 2009).
Regarding the model adjustment, it was observed the dis-
riminant validity criteria which is regarded as an indicator that
he constructs or latent variables are independent of one another
Hair, Hult, Ringle, & Sarstedt, 2014). Therefore, it was checked
n two ways, first by Fornell and Larcker’s criterion (1981),
n which the square root must be greater than the correlation
etween the constructs. The second measure was based on the
m
v
triterion of cross-loads, in which the loads must have greater
alue in construct than in others (Ringle, Silva, & Bido, 2014).
In order to evaluate the significance of analysis models it was
bserved values resulting from the Student t  test, in which the
alues should be ≥1.96 (Hair et al., 2014), and p-value <0.05.
iven these criteria, there is no need for assertive withdrawal
f the constructs in these settings. The values of Q2 (predictive
alidity or Stone–Geisser  indicator) evaluate the model accu-
acy and the values should be >0 and, f2 (effect size or Cohen
ndicator) matches the usefulness of the construct to the model,
n which the values 0.02, 0.15 and 0.35, respectively are con-
idered, small, medium and large ones (Henseler, Ringle, &
inkovics, 2009; Ringle et al., 2014). After checking the rates of
djustment, it was the verified the structural model result, as well
s, the hypotheses testing. To this end, it was observed the Stu-
ent t test  (≥1.96), and p-value (<0.05) between the constructs
f the study. The results are shown in the next section.
resentation  and  analysis  of  the  results
At this stage, research data will be presented and analyzed,
tarting with the reliability indicators. Reliability – or absence
f random errors in measurements of latent constructs – was
valuated by analyzing the homogeneity or internal consistency
f the items used for its definition. Coefficients of AVE, CC and
C were calculated, as shown in Table 2.
In terms of AVE, only the construct of second order of orga-
izational learning (AVE = 0.439) presented a value below 0.5.
his analysis should be done sparingly, since the construct is
ormed by all of the four dimensions of first order. This is not
n absolute value yet, since the lower threshold to 0.5 were
onsidered acceptable by other authors (Bagozzi & Yi, 1988).
ith respect to CR all dimensions were above 0.70. Analyz-
ng the indicators of CA contacts that all values were greater
han 0.7 (Table 2), indicating good reliability (Hair et al., 2009).
ased on reliability results, it is possible to certify that the con-
tructs demonstrated acceptable limits for testing the structural
odel.
R2 evaluate the portion of the variance of the endogenous
ariables, which is explained by the structural model. Indicates
he quality of the adjusted model (Ringle et al., 2014). As Hair
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Table 3
Discriminant validity.
Dimension Experimentation Interaction Risk Dialogue Efficacy Efficiency Performance
Experimentation 0.880
Interaction 0.303 0.859
Risk 0.316 0.658 0.837
Dialogue 0.596 0.446 0.516 0.840
Efficacy 0.382 0.386 0.432 0.596 0.798
Efficiency 0.229 0.486 0.598 0.471 0.659 0.905

































































products) showed a lower factor loadings than 0.60, so it was
decided to remove the variable. After this adjustment, it was
found that the results showed a significant correlation between
Table 4
Predictive relevance (Q2) and size of constructs effect (f2).
Constructs Q2 f2







Organizational performance 0.352 0.631ote. Source: Research data (2015).
t al. (2014), the value of R2 may be close to 0.75, 0.50 and 0.25
eing considered, respectively: substantial, moderate and weak.
or the area of social sciences and behavioral, Cohen (1988)
uggests that R2 = 2% is classified as a small effect, R2 = 13%
s the average effect and R2 = 26% as great effect (Ringle et al.,
014). As noted in Table 2, all R2 values were higher than 26%,
ndicating a great effect, which is a good indicator for the model.
able 3 shows the discriminant validity by Fornell and Larcker’s
1981) criterion.
For discriminant analysis Fornell and Larcker’s (1981) crite-
ion was adopted. Discriminant validity is the extent to which
he indicators of a model represent a single construct and the
onstruct indicators are different from others. It is noted that the
odel has discriminant validity as AVE square root (in bold) is
igher than the correlations between the other latent variables.
hen these conditions are met, there has been discriminant
alidity evidence, that is, in fact there are different measures
or different constructs.
It was verified discriminant validity among all dimensions as
ornell and Larcker’s (1981) criterion. It was found that AVE
quare root (in bold) is greater than the correlations between the
ther latent variables. In a complementary sense, it was observed
he discriminant validity by the method of cross-loads, in which
or each construct, higher loads were found in these than in the
ther ones. In this sense, it is concluded that the model constructs
re reliable and valid.
For each assertion, values obtained by Student’s t test  were
valuated, =1.96 (Hair et al., 2014) and p-value >0.05. Like
ll assertions have met these conditions, there was no need for
djustment in this stage. Following, analysis of Q2 (predictive
alidity or Stone-Geisser indicator) and f2 (effect size or Cohen
ndicator) were done. SmartPLS  software generated values for
he modes Q2 and f2; it was used “Blindfolding”  function. Table 4
hows the results.
GoF indicator (GoF  –  goodness  of  ﬁt) is calculated to evaluate
he model as a whole. However, Henseler and Sarstedt (2013)
howed that the same does not have the power to distinguish valid
nd non-valid models. It is not recommended to use the indica-
or. (Ringle et al., 2014). Goodnesss-of-ﬁt  indicator, formerly
uite common in research with SmartPLS, has been reported as
nefficient in its statistical power to differentiate the quality of a
tructural model (Hair et al., 2014; Henseler & Sarstedt, 2013)
nd it was not used in this study. The next step is the examination




NRegarding organizational learning capability, it appears
Fig. 3) that there was validity of the relations proposed in the
econd-order construct (organizational learning capability) with
he first order variables: experimentation (Γ  = 0.718), Interac-
ion with the external environment (Γ  = 0.740), propensity to
isk (Γ  = 0.802) and Dialogue (Γ  = 0.845). This result was also
bserved in previous studies (Chiva et al., 2007; Tohidi et al.,
012). For Chiva and Alegre (2005) organizational learning
nvolves joint construction of new collective meanings, through
ialogue, equal participation, tolerance of different points of
iew, shared experiences and first-hand access to data. In these
ases, the dialogue is of vital importance.
Dialogue was the dimension with greater influence on the
bility of organizational learning. The construction of commu-
ication routines among groups or different hierarchical levels
liminates bureaucratic processes, allowing a higher degree of
onsistency and creativity, given that individuals make up a
ommon thought process and start to get acquainted with the
roblems and goals of organization as a whole (Schein, 1993).
esults indicate that the presence of work teams (formed by
ifferent sectors) are a common way of work. For Dombrowski
t al. (2007) the transfer of free and open knowledge within work
eams can lead to innovations.
In the analysis of the innovative performance construct,
ontacted that the variable “Efficacy5” it was found that the
ariable “Efficacy5” (Development of environmentally friendlyimensions of second order
rganizational learning capability 0.000 0.372
nnovative performance 0.236 0.490
ote. Source: Research data.

















































































Fig. 3. Final structural model.







































ohe dimensions of Efficacy and Efficiency. It is perceived
hat Efficacy dimension was the one that showed highest
actor load (Γ  = 0.913) i.e., the innovations introduced in the
arket.
Apparently, small and medium companies surveyed seek to
aintain the market through innovations in products to meet
xternal demands of a sector that constantly seeks for news, as
hey operate with a diversity of products with extremely short
ife cycle depending on fashion trends. Being an industry that
oexists with releases every season, it is understood that the
arket itself, through fashion and variation of colors each season
equires, it ensures that there is a concern with replacement of
roducts.
The Efficiency dimension that is determined by the cost and
y the time of Innovative project, obtained value of (Γ  = 0.908).
t is noticed a business concern with the cost and time spent on the
evelopment of innovative projects. Being companies that are
onstantly threatened by large corporations, it is understood that
he focus is on a competition for low production costs. Another
actor that can be cited is the rapid change in fashion trends,
eading organizations to develop products that remain in the
arket for short periods of time. Table 5 shows the hypotheses
esting of the study.
i
pAs shown in Table 5, organizational learning capability
howed a positive relation of Γ = 0.640 (p  < 0.001) in innova-
ive performance, the T-Statistics  was greater than 1.96, which
uggests that the coefficients are robust (Hair et al., 2009).
hese results support the H1 – The  factors  that  facilitate  orga-
izational  learning  have  positive  inﬂuence  on the  innovative
erformance of  organizations. Previous studies indicate that
he ability of organizational learning is a history of innovation.
earning has a vital role in this relation by allowing businesses
o achieve speed and flexibility within the innovative process
Brown & Eisenhardt, 1995; Jiménez-Jiménez & Sanz-Valle,
011).
An organization that provide better ability to acquire and inte-
rate knowledge will perform better in the product or process,
hereby achieving better results in the development of new prod-
cts. For Hsu and Fang (2009) a company that has the ability to
chieve new knowledge and integrating existing knowledge with
ifferent methods will have a good performance in terms of prod-
ct and process innovation. In other words, the better the ability
f organizational learning, the better will be the organization
nnovative performance.
The findings for H2 – the  innovative  performance  has  a
ositive inﬂuence  on  organizational  performance  (Γ = 0.526,
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Table 5
Study hypotheses testing.


















































































fote. Source: Research data (2015).
-Statistics  = 6.123 and p  < 0.001) indicate that innovation has
 positive and significant effect on organizational performance,
upporting the idea that innovation is one of the factors that lead
rganizations to succeed in the long term. Studies on the rela-
ion of innovation on performance provides a positive evaluation
hat innovation results in increased organizational performance
Damanpour & Evan, 1984; Calantone et al., 2002).
The main reason for the adoption of innovations is the desire
f companies to achieve greater organizational performance and
ncrease competitive advantage. Companies get additional com-
etitive advantage and market share according to the level of
mportance that is given to innovation. Innovations become key
actor for SMEs to build market reputation and thus to increase
heir market share (Gunday et al., 2011).
SMEs that are able to learn have better conditions to detect
vents and trends in the market. As a result, learning organi-
ations are generally more flexible and quick to respond to
ew challenges than their competitors, thus keeping competi-
ive advantages of long-term (Jiménez-Jiménez & Sanz-Valle,
011). For López et al. (2005) the ability to learn faster
han competitors may be the only sustainable competitive
dvantage.
Organizational learning capability showed a positive relation
 = 0.160, but not significant (p  = 0.129) with the organizational
erformance, T-Statistics was 1.521, ranking below 1.96, as sug-
ested by Hair et al. (2009). Thus, the results do not support
3 – Enabling  factors  of  organizational  learning  have  posi-
ive inﬂuence  on  organizational  performance. For the sample
tudied, organizational learning capability was not related to
rganizational performance. Taking into account the fact that
nnovation improves performance, these findings seem to reflect
hat innovation is a mediator of the relation between learning and
rganizational performance.
The results do not support the view that organizational learn-
ng influences organizational performance. The findings show
hat this relation occurs only indirectly, i.e., organizational learn-
ng capability influences the innovative performance which,
n turn, influences organizational performance. These results
ontradict previous empirical research on the relation between
earning and organizational performance (López et al., 2005).
C
tThe factors that facilitate learning can be considered a nec-
ssary condition but not sufficient for a better and sustainable
rganizational performance. Prieto and Revilla (2006) suggest
hat it can be assumed that learning will improve future perfor-
ance. Over time, superior performance depends on superior
earning. Therefore, organizational learning is considered as the
ey to the company success, also, the ability to learn faster
han the competitors can be a source of sustainable competitive
dvantage (Antonello & Godoy, 2011; Wang, 2008).
The literature not only suggests a positive effect of organiza-
ional learning on performance, but also indicates that innovation
ediates this relation. In particular, some studies (Baker &
inkula, 1999; López et al., 2005) suggest that organizational
earning allows the company to develop abilities that enhance
nnovation and that innovation positively affects performance.
herefore, Innovative companies should promote organizational
earning in order to maximize the effect of innovative perfor-
ance on organizational performance.
This study suggests that organizational learning capability
acilitates innovation. Therefore, SMEs that aims to improve per-
ormance through innovation must improve their organizational
earning processes. This conclusion seems to be particularly
mportant for these smaller companies and for companies oper-
ting in highly turbulent environments (Jiménez-Jiménez &
anz-Valle, 2011).
Finally, the results confirm the theory since innovation is
ource of competitive advantage for SMEs. The facilitating fac-
ors of organizational learning had a positive effect on the perfor-
ance of the surveyed companies. It was evident that the learn-
ng capability is a key antecedent of innovation and improves
rganizational performance. The results allow managers, espe-
ially in the context of small and medium-sized enterprises, to
ncorporate indicators of organizational learning capability in
heir management tools in order to effectively implement the
actors or conditions for learning within organizations.onclusion
The objective was to analyze the influence of organiza-

















































































BG. Gomes, R.M. Wojahn / Revista
rganizational performance of small and medium enterprises
SMEs). The results show that organizational learning capabil-
ty influences the innovative performance of SMEs, however,
he influence of learning on organizational performance was not
ignificant. The relation between organizational learning and
nnovative performance indicates that the development of new
roducts and processes has learning as background, as they are
nfluenced by factors that facilitate learning.
The findings provide theoretical insights and can trigger
urther research. The study contributes to the evaluation of
earning abilities, demonstrating that it is possible to measure
elevant theoretical variables that are unobservable. The study
ontributes to the literature as it sought to examine, in a single
odel, the relations between organizational learning, innovation
nd performance, using already validated measures in interna-
ional contexts. The work provides evidence for these relations
nd shows that are significant and positive in small and medium-
ized textile enterprises, a sector in which the empirical literature
s particularly scarce.
The results also provide insights for managers. The study
ighlights the need to pay attention to the factors that facilitate
rganizational learning, since they have a direct influence on
nnovation and indirect one on organizational performance. It is
ssential to have tolerance to ambiguity, uncertainty and errors.
he findings indicate that the generation of new ideas and sug-
estions from employees must be answered and handled in the
rganization. In the competitive environment in which organi-
ations of textile sector are inserted, innovation is not an option,
ut basic condition for survival.
Dialogue is the dimension that most influenced the orga-
izational learning. Good communication can improve the
istribution of knowledge within the company. Managers can
se formal mechanisms to ensure sharing of best practices
mong employees and departments, making employees talk to
ach other, using for this purpose multi-functional work teams.
anagers can encourage solving problems creatively and inno-
atively. SMEs should also promote the acquisition of new
nowledge, for example, encouraging employees to participate
n fairs and exhibitions regularly, promoting the development of
ew ideas and experiences outside of the company.
Fast fashion dynamic reinforces an innovation culture, which
ncourages experimentation with new alternatives for better
anagement and product development; it makes enterprises to
bsorb this way of seeing the reality and they are prone to
he adoption of new technologies and procedures. The textile
ndustry is in constant change and adaptation to the market and
rends. It is noticed that there is an innovation culture in the tex-
ile industry influenced by organizational learning factors that
ncourage innovation. This view is confirmed in relation to the
mprovement of production processes aiming at reducing costs
nd economic and financial improvement of enterprises.
Despite the adopted methodological strictness, this study has
ome limitations that should be considered when interpreting
he results. The first limitation is that the sample has considered
nly SMEs in Vale do Itajaí – SC. Also the fact that it was used
nly one respondent as a source of information. The use of more
han one respondent would increase the data validity. It is also
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uggested the application of social desirability scale (Podsakoff,
acKenzie, Lee, & Podsakoff, 2003).
Another limitation is the research cross-sectional design and
he analysis made at a single point in time. Thus, researchers
ust interpret carefully the causality between the constructs.
inally, the use of a subjective measure for organizational per-
ormance may cause bias in the results.
For future research it is suggested to evaluate contingency
actors for innovation and organizational performance. Other
tudies could analyze the differences in innovation between
anufacturing and the service sector.
It is also suggested a longitudinal study to evaluate the evolu-
ion of learning capability and organizational performance over
ime. Longitudinal data should also encourage more exhaustive
tudy of the relation between learning capability and perfor-
ance over time, along with the analysis of the relation between
nancial performance and non-financial performance.
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